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I N T R O D U C T I O N 
CHAPTER -I 
INTRODUCTION 
In the present day world 'job life* has probably 
become the most significant form of life for the modern 
man. Enriched job life does not merely provide job satisf-
action but also contributes to heighten life satisfaction. 
It is because of the fact that people keep themselves engaged 
in some job wherein they spend more hours than in any single 
activity, except sleeping, in their lives. The attitude of 
people towards job, other similar activities or objects is 
inculcated during the process of socialization and incul-
turation. According to Roe (1956) parents create a particular 
psychological climate which satisfies or frustrates the needs 
of the child in early childhood oeriod. ^^ s a result, experie-
nces of satisfaction or frustration help to develop - sort 
of attitude or reaction towards persons or objects. Thus, 
early experiences play a significant role for inculcating 
attitude or establishing reactions towards any vocation or 
profession through adult socialization. That is to say, "the 
initial positive feelings for the job, amount of effort, ana 
early experiences on the. job lay foundation for work identif-
ication" (Pakadi u Gandhi, 1981). 
(2) 
Padaki (1984) reviewing the literature on job 
attitude has pointed out that the relationship of an 
individual with his organization is based on two 
components of his work life, i.e. (1) the nature of work 
he performs, and (2) the condition under which he works. 
These content and context factors help in developing a 
number of attitudinal reactions which influence behaviour 
at work. The work related attitudes viz. job satisfaction, 
intrinsic motivation, work identification, and job involv-
ement are directly related to job attitudes. Moreover, work 
commitment, organizational identification, organizational 
involvement, and company satisfaction are the attitudes 
which are deeply related to organizational conditions 
rather than work itself. This may be called organizational 
attitude. The classification namely, job attitude and 
organizational attitude doesn't seem to be valid because 
both the attitudes are contributing to each other (Padaki, 
1984). Preponderance of the factors under the two classi-
fications are almost factorially similar, though, theoret-
ically different. 
Employees' attitudes towards the job and the 
organization as well determine job motivation, job 
(3) 
satisfaction, job involvement or any bahaviour that may 
be related to job or productive efficiency. It is worth 
mentioning that job satisfaction studies started only 
after the work of Hoppock (1935) who for the first time 
coined the term job satisfaction. After that, several 
theories of job satisfaction and job motivation were 
propounded. Maslow (1943), Herzberg (1957), McGregor (1960) 
and Vroom (1964) prttvide sound theoretical bases to explain 
job motivation and job satisfaction. All these theories 
inspite of getting wide spread popularity, also generated 
a lot of criticism and controvercies. It is indisputable 
that motivation is the back bone of all human activities 
and behaviour, hence, its significance in work context cannot 
be ignored. Since 1940s till the end of 1970s the phenomena 
of job satisfaction and job motivation so much attracted the 
attention of researchers that scores of studies were conducted. 
It is imperative to mention bere that since the present piece 
of research is related to work identification, so, it is not 
necessary to highlight the studies related to job motivation 
and job satisfaction. 
During 1960s when the emphasis in research on job 
motivation and job satisfaction Was too heavy, the concept 
(4) 
of job involvement came into prominence and was considered 
profitable for study in relation to work performance. Lodahl 
& Kejner (1965) for the first time developed a scale to 
measure job involvement. The concept of job involvement very 
soon gained momentum and it attracted the attention of 
managers, supervisors and psychologists who started consider-
ing job involvement as a criterion for measuring work perfor-
mance. The work on job involvement advanced from descriptive 
and theoretical stage to more theoretical and empirically 
explanative stage. 
The concept of job involvement has been conceptualized 
and viewed by different people from different angles. Lodahl 
& Kejner (1965) contended that "job involvement is the 
internalization of values about the goodness of work or the 
importance of work in the worth of person, and perhaps it 
thus measures the case with which the person can be further 
socialized by an organization". Ladahl & Kejner have given 
enphasisonthe iftternalization of values while explaining 
the concept of job involvement. It is, imperative to mention 
here that value orientation towards work is learned in early 
socialization process. Lodahl (1964) further enphasized that 
during the process of socialization certain work values are 
(5) 
injected into the self of the individual that remains even 
at the later stage in the form of attitudes towards job. 
The values which are Internalized by the individual 
during the socialization are the major outcome of religious 
and social philosophies. In Hindu religion "work is worship"/ 
hence, this religious value plays a very important role 
for inducing involvement in the work activities that people 
perform. Similarly, in Islam greater importance has been 
given to earning a living through Islamic ways that ultim-
ately emphasise honesty and sincerety. In the same way, all 
other religions do emphasize directly or indirectly certain 
work values that develop commitment and job involvement in 
the job. Moreover, socio-cultviral aspects, also influence 
involvement, e.g., the environment where every one is -
working and enterprising, then to be enterprising becomes 
a social norm which forces every one to get socialized 
through identification with this socio-cultural norms and 
subsequently, get committed and job involved. 
A number of definitions on job involvement have been 
proposed to explain this phenomenon. According to Lodahl 
&t Kejner Ci965) "the degree to which a person identifies 
psychologically with his work or the importance of his work 
in his total self image is considered as job involvement. 
Lawler 6» Hall (1970) defined job involvement as referring 
(6) 
to "Psychological identification with one's work" as well 
as "the degree to which the job situation is central to 
person and his identity". 
There has been a controversy regarding the underst-
anding about job involvement which has developed a concept-
ual ambiguity. Patchen (1970) has pointed out that "general 
interest" in the job is quite similar to the concept of 
job involvement, but inspite of this similarity he argues 
that general interest cannot be termed as job involvement. 
Kanungo, Mishra & Dayal (1975) contended that "attitude of 
job involvement represents the degree to which the total 
situation is thought of as being central to one's life or 
self-concept", Saleh & Hasek (1976) have given four different 
conditions in which a person may be job involved: (1) when 
work to him is a central life interest, (11) when he acti-
vely participates in his Job; (111) when he percieves 
performance as consistant to his self-concept, and (Iv) 
when he perceives performance as central to his. self-esteem. 
In these four conditions the phenomenon of identification 
seems to be implicit. 
Kaniongo (1979) questioned the traditional interpret-
ation and has discussed sociological and psychological 
(7) 
approaches to job involvement. According to Kanungo, 
involvement may appear in two different contexts, i.e. 
(1) involvement with a "specific job"/ and (11) involvement 
with "work in general"ui This classification of job involve-
ment and the development of a valid scale to measure it, by 
Kanungo and his Colleagues, represent a major input towards 
the advancement of the most controversial construct. 
Recently, Kanungo (1982) defined the phenomenon of 
job involvement that it is "a cognitive state of psycholo-
gical identification with the job and depends on the degree 
to which the job is perceived to meet one's salient needs, 
be they intrinsic or extrinsic". 
Review of the definitions with regard to job involve-
ment reveals that three sets of factors,i.e. factors related 
to job incumbent, aspects of work itself, and organizational 
conditions are essential determiners of job involvement. 
The literature on job involvement has witnessed 
scores of researches since the work done by Lodahl & Kejnor 
in 1965. Bass (1965), in his study, found job involvement 
positively related to performance. Runyon (1973) perceived 
job involvement as a relatively stable personal character-
(8) 
istic and opined that men are traditionally more likely to 
value work than women, aside from its importance to earn 
a living. With regard to the studies on job involvement in 
India/ it is worth mentioning that such studies started 
much later in comparison to the west. Moreover a few invest-
igators have attempted to investigate this phenomenon. The 
socio-cultural disparity between the industrially developed 
countries and the developing ones, like our own, stresses 
the significance of researches to be done in Indian social 
conditions. Thus, leaving aside the studies conducted outside 
India, it seems pertinent to refer to studies done in the 
context of our socio-cultural milieu. Researches conducted 
on demographic variables (Akhtar & Kumar, 1978; Sharma U 
Kapoor, 1978; Sharma 6c Sharma, 1978; Bajaj, 1978; Ananthar-
aman, 1980; Ansari, 1986; Kumari U Sirjgh, 1988), anxiety 
(Bajaj, 1978b), different occupational levels (Bajaj, 1978a; 
Anantharaman & Deivasenapath, 1980; Anantharaman u Begum 
1982; Singh 1984; Kumari & Singh, 1988), and on other vari-
ables like childhood aspirations and expectations, partici-
pation, adjustment, satisfaction, locus of control quality 
of work life, leadership styles, skill etc. (Akhtar ^ 
Bachcha, 1984; Singh 1984; Kulkarni, 1976; Reddy ^ Kumar, 
1980; Reddy u Kumarraju,1980; Nath, 1980; Reddy & Rajasekhar, 
(9) 
1988; Dhillon & Dondona, 1988; Srinivasan U Kamalanabhan, 
1986; Dolke & Srivastava^ 1988) show inconsistent results. 
The results of these studies cannot be taken for granted 
for predicting the influence of various demographic and 
personality variables on job involvement in all circumstances 
and in different socio-cultural contexts. The reasons for 
the inconsistency of results are not surprising because 
differing socio-cultural milieu, work values, working 
conditions and other such factors bring about variations 
in cause and effect relationships. 
Since the present study has been proposed to investi-
gate the influence of certain biographical variables on work 
identification, the ongoing discussion will largely pertain 
to work identification. In the preceding pages, a bit 
detailed discussion about job involvement was not out of 
context because work identification is viewed as one of 
the important components of job involvement. Some controver-
sies on the relationship among job involvement, work 
identification and organizational identification have been 
generated during the last one decade. Srivastava U Dolke 
(1978) examined the factor structure of work identification 
and organizational identification. They found that work 
(10) 
identification was based on work attractiveness and personal 
congruence with work. On the other hand, it was found that 
organizational identification included factors of membership 
maintenance, dedication to organization, ego-involvement and 
pride in the organization, but positive relationship between 
identification and organizational identification was obtained. 
Moreover, they also reported that work identification and 
organizational identification were found to be factorially 
different from job involvement. 
Apart from the above empirical evidences, review of 
researches on identification and other psychological states 
like sense of commitment and feeling of involvement advocate 
that three sets of factors determine the psychological condi-
tions. These are (i) factors related to job incumbent, (ii) 
aspects of work itself, and (iii) organizational variables. 
March & Simon (1958) pointed out the four major facets of 
job life, via,, organization itself, work, sub-group, and 
external organization which help in determining identification 
with the work and the organization. So researchers with their 
coiacerted efforts tried to identify the characteristics of 
the person having high work and organizational identifications 
(Hall, Schneider &. Nygren, 1970; Hrebiniak & Alutto, 1972) . 
(11) 
Some other studies have reported job challenge (Hall ^ Lawler, 
1970; Patchen, 1970), job control and autonomy (Brown, 1969 ; 
Lawler U Hall, 1970; Marsh u Mannari, 1977) as determiners of 
identification. 
The concept of identification originated in psycho-
analytic theory. Freud (1949) described identification as 
"the endeavour to mould a person's own ego after the fashion 
of one that has been taken as a model". Most of the person-
ality theories emphasize identification as a process to 
internalize social values during the process of socializ-
ation in childhood period (Sanford, 1955; Kagan, 1958; 
Kelman, 1958). Similarly, it is pertinent to mention that 
identification at work with work-itself and the organization 
is developed through adult socialization process during work 
life. Every time at various stages people evaluate their 
job and organization in terms of the probability of fulfi-
lling the expectations held by them. Greater, the job fulfills 
the needs and aspirations, stronger the work identification 
is established. Thus, work identification is composed of 
two aspects (i) inportance attached to work, and (ii) satis-
faction of needs through work. 
The present study is a part of a larger study proposed 
for Ph.D. work in which factor analytic study of work identi-
(12) 
fication, need satisfaction and quality of working life shall 
be taken up for indepth investigation. The present piece of 
Is a 
research/sort of pilot study in which some biographical 
variables, namely job-tenure, job level, and income have 
been undertaken for investigation in relation to work 
identification. 
Review of relevant literature impresses us with the 
fact that present investigation is of vital importance as 
work identification is an attribute of motivation, work 
performance, and other work related behaviour. It proceeds 
with the hypothesis that demographic variables like job 
tenure, job level and income have more pronounced effect 
on work identification. The study is therefore, intended 
to investigate the influence of some demographic variables 
on work identification which will fill the void of knowledge 
in this area. 
M E T H O D O L O G Y 
CHAPTER -II 
METHODOLOGY 
The present study was aimed at investigating the 
•Influence of Job Tenure, Job Level and Income on Work 
Identification'. For any scientific investigation methodology 
plays an important role in carrying out the research system-
atically. The details of the procedures opted for the present 
study are discussed that follows t 
SAMPLEt 
The problem of the study warranted us to choose the 
sample of working class. The survey of available literature 
on job involvement, work identification and other job atti-
tudinal studies has revealed that the group of engineers 
working in any thermal plant has not been extensively studied. 
It is pertinent to mention here that develoi^ment of any 
nation largely depends on the sufficiency of electricity. 
For this reason the present investigator had choosen the 
sample of different levels of engineers working in Herduaganj 
Thermal Power Project (H.T.P.P.) situated in Kasimpur, 
Distt. Aligarh. The H.T.P.P, is the second largest electricity 
generating project in U.P. that came under the Uttar Pradesh 
(14) 
State Electricity Board (U.P.S.E.B.) in 1959. It was 
installed with the capacity of 550 MW electricity generation, 
of which only 50 percent is being utilized. The H.T.P.P. is 
quite a big electricity generating organization which 
employs almost 4500 workers at all levels, i.e. from General 
Manager to a peon or a sweeper. After the implementation of 
the new pay-package which was made effective from April 1, 
1988, a employee, even at a very lowest level gets atleast 
Rs. 900/- plus allowances. There are five levels of engineers 
working in H.T.P.P. The break up of these levels has been 
figured in Table 2.1 
Table 2.1 
Levels Numbers 
1. Chief Engineer 
2. Superintendent Engineer 
3. Executive Engineer 
4. Assistant Engineer 
5. Jvmior Engineer 
1 
7 
4 5 (approximately) 
150 (approximately) 
450 (approximately) 
Chief Engineer of the plant functions as a General 
Manager (G.M). The present investigator, after pursuation. 
(15) 
had got permission from G.M. to collect data. The sample 
consists of only three levels of engineers namely, executive 
engineers, assistant engineers, and Junior engineers. It is 
important to mention here that in any thermal power project 
juniour engineers are the major source of productive effici-
ency. About 200 blank data sheets were distributed, out of 
which 161 sheets were received back, though, a sample of 
only 150 cases is included in the present study. The break 
up of the sample is provided in Table 2.2 
Table 2.2 
Levels Numbers 
1, Executive Engineers 10 
2- Assistant Engineers 70 
3. Junior Engineers 70 
It is imperative to mention here that a good number 
of Jxinier engineers do not have appropriate qualification 
like 'Diploma in Engineering' as ^ required for the post they 
held but are simply Matriculates or Intermediate and only 
by virtue of their expertise and experience have been 
promoted to the post of junior engineers. Similarly, some 
(16) 
of the assistant engineers don't possess 'B.SC, Engineering' 
degree but they are enjoying the said position through 
internal promotional channel from the level of junior engin-
eer to the ^ position of assistant engineer. 
The nature of the job of jxinior engineers who work in 
the power plant, is like an ordinary employee of any organi-
zation. They are responsible for generation output. Assistant 
engineers slightly possess elevated position and function in 
the supervisory capacity over junior engineers. They direct 
and control the functions carried out by jxonior engineers. 
Executive engineers are the higher management people who 
are basically responsible for either supervising a division 
or are responsible for some specific functions and at the 
same time they are members of the board of advisors in the 
plant. Therefore, the nature of work of these three sample 
group is different from each other but the function of these 
are aimed at achieving the same organizational goals. 
For the collection of data a random sampling technique 
was used. The present investigator developed contacts with 
the employees selected for research investigation. The 
investigator/ generally, visited the plant atleast thrice 
in a week around 12.00 noon because this time was more 
(17) 
convenient for meeting the employees working in two different 
shifts. The plant has three shifts. The first shift starts 
from 6.00 A.M. to 2.00 P.M., the second shift continues from 
2.00 P.M. to 10.00 P.M. and night shift from 10.00 night to 
6,00 morning. 
According to the rules of the plant the employees 
have to work for three days in one shift and then they go 
for one day rest on forth day and when they again come to 
the plant on the fifth day they have to work in the other 
shift. Likewise, the shifts for the employees are rotated. 
Thus, four groups of employees work in the plant and one 
group from amongst the four always remains on rest. Therefore, 
morning and evening shifts, generally, were covered by the 
investigator and he contacted a major population of empdioyees 
of the organization during the survey which spanned for 
about two months duration. The information about the 
respondents biographical characteristics of the different 
levels of engineers have been supplied in Table 2,3 
(18) 
Table 2.3 
Levels of Engineers X Averaqe(s) 
XJob Tenure X Income X Age 
1. Executive Engineers 18.1 years Rs,6350.00 42.8 years 
2. Assistant Engineers 6.37 yrs. Rs.3921,05 33.18.years 
3. Junior Engineers 12.22 yrs. Rs.2827,60 37.14 years 
DESCRIPTION OF THE TOOLS : 
To study human behaviour psychological tests are 
developed. There is no single psychological test which can 
tell about all aspects of behaviour. But every psycbological 
test is developed for some specific purpose. Among the methods 
used for testing, the questionnaire method, since long, has 
been considered the most convenient and favoured instruments 
to gather data. In the present investigation, which is a 
part of the larger study to be followed in the next phase at 
Ph.D. level, only one aspect of behaviour, i.e. Work Identi-
fication was planned to be studied in relation^to certain 
demographic variables. The description of the scale and 
tool; used for the purpose of this investigation ..follows: 
(19) 
WORK IDENTIFICATION ; 
k^ ork Identification was measured through a questionnaire 
developed by Shrivastava & Doike (1978). The scale consists 
of twelve items. The items included in the scale are pertain-
ing to two important aspects of work, i.e. (1) importance 
attached to work, and (2) satisfaction of needs through 
work. To ensure the equal emphasis on the two facets of 
work identification, equal number of items (six-each) have 
been included in the scale (see Appendix -1). 
The statements of the scale are both negatively and 
positively phrased and the respondents were required to 
respond on a 5-point scale by giving a score of one (1) to 
highly disagreed statement.and five (5) to highly agreed 
statements. The scoring of the positively phrased items 
were done by adding the scores given to various statements 
but the scores have been reversely counted in the case of 
negatively phrased items. In such a way, the scoring of the 
scale is done. I'husi higher score of the scale is indicative 
of high Work Identification and the lower score is to low 
Work Identification. 
The authors of Work Identification Scale simply 
had developed the scale for the purpose of their project 
(20) 
which was carried out on ^^medabad Textile Industry's workers. 
They did not report the reliability and validity of the 
scale. During the course of investigation/ the present resea-
rcher calculated the reliability as well as the validity of 
the scale. 
The split-half reliability was obtained by applying 
product-moment coefficient of correlation (Garrett,pp. 14 2-14 5/ 
and moreover. Spearmen Brown formula (Guilford 6t Fruchter, 
pp. 414-415) was also used to estimate the reliability of 
the full-length test. The obtained value r = ,82 is suffici-
ently high to signify the reliability of the test. 
Validity of the test was also ensured by obtaining 
the correlation between Work Identification scores and the 
scores obtained by the same subjects on a most accepted 
scale of Job Involvement developed by Lodahl U Kejner (1965), 
The correlation obtained between the scores of the two scales 
r = ,75 was found quite high for inferring the validity of the 
scale. Both reliability and validity values convinced the 
present investigator to the maximum satisfaction. And the 
purpose of this pilot study proved to be useful as the efficacy 
of the scale has been determined. 
(21) 
BIOGRAPHICAL INFQRKATIQN BLANK t 
To tap the informations about the biographies of 
the respondents an information blank namely. Biographical 
Information Blank (BIB) was prepared by the author (Appendix-
II), The author had tried to get a sufficient relevant 
informations^ though, only three informations, i.e. job 
level, job-tenure, and income were required for the purpose 
of present research endeavour. The other informations 
sought were for the purpose of interpreting the results, 
HYPOTHESES t 
Since none of the studies, particularly in Indian 
context, has been found which could have studied work 
identification in relation to biographical variables, so, 
the hypotheses for the present investigation have been 
framed in the light of the researches done on job involve-
ment in relation to biographical variables. It is necessary 
to mention here that V<ork Identification is one of the 
determining facets of Job Involvement, hence, the outcomes 
of Job Involvement Studies have been taken for formulating 
the hypotheses in the present study. 
(22) 
It is generally found that Job Tenure, Job Level, 
and Income positively influence Job Involvement. For this 
reason, it is presumed that Job Tenure, Job Level and 
Income shall also positively influence work identification. 
Keeping these considerations in mind a set of hypotheses 
has been postulated as given below : 
Job tenure is significantly related to WI. 
Job tenure is significantly related to lATW - facet 
of WI. 
Job tenxore is significantly related to SNTW - facet of WI. 
Income is significantly related to WI. 
Income is significantly related to lATW - facet of WI. 
Income is significantly related to SNTW - facet of WI. 
Job level is significantly related to WI, 
Job level is significcantly related to lATW - facet of WI. 
Job level is significantly related to SNTW - facet of WI. 
STATISTICAL ANALYSIS t 
It is evident from the objective of the study that 
we had intended to study the influence of Job Tenure, Job Level, 
(H^) 
(H2) 
(H3) 
(H4) 
(H5) 
(Hg) 
(H^) 
(H3) 
(Hg) 
(23) 
and Income on Work Identification. Therefore, appropriate 
statistics, i.e. Product-Moment. Coefficient of Correlation 
(Garrett, pp. 134-139) was used to see the relationship of 
demographic variables on Work Identification, The value of 
correlation is an indicative of the extent to which one 
variable is associated to other variables. Moreover, 
Kolmogrov-Smirnov (K-S) statistical test (Siegel, 1956) 
was also applied to see the significance of difference among 
the three levels of engineers on the two facets as well as 
on the overall scale of Work Identification. And hence, 
the data analysed and the results of the study were 
obtained. 
R E S U L T A N D I N T E R P R E T A T I O N 
CHAPTER »III 
RESULT AND INTERPRETATION 
The objective of the study was to investigate the 
•influence of Job Tenure* Job Level and Income on Work 
Identification*, In accordance with the proposed problem* 
it may be recalled that the data of the study were analysed 
by using appropriate statistical methods. Product-Moment 
coefficient of correlation was applied to see the relation-
ship of different demographic variables on work identification 
(WI). And also Kolmogorov Snirnov (K-S) statistical method 
was used to see the influence of job level difference on the 
two facets separately and on the overall scores of Work 
Identification Scale (WIS). 
It was hypothesised that demographic variables namely, 
job tenure, job level and income are significantly related 
to work identification. Firstly, the relationship of job 
tenure and income with work identification will be discussed 
for the total as well as for the sub-samples separately 
and then the significance of job level with work identification 
will be undertaken. 
In Table 3.1 the results are reported for the total 
sample. The relationship of experience and income seems to 
(£.) 
be insignificant as r = .1280 and r =-.0702 respectively are 
very low. 
Table 3.1 
Relationship of demographic variables with WI and the two 
facets of WI scale for the total sample 
Variable CcDrrelated Value of r Significance Level 
Job Ten\ju:e & WI 
Income & WI 
Job Tenure & lATW 
Job Tenure & SNTW 
Income & lATW 
Income & SNTW 
.1280 
- .0702 
- .17 
- .18 
.12 
.14 
NS 
NS 
NS 
NS 
NS 
NS 
The pattern of result shows that job tenure and income 
are not significantly related to work identification. There-
fore, hypotheses H. and H. related to job tenure and income 
separately stand rejected. The overall functioning of 
Herduaganj Thermal Power Project (HIPP) - an electricity 
(26) 
generating plant, has been visualized to have quite a 
bureaucratic pattern. This may be the reason why the 
plant 
engineers working in the/could not develop work identi-
fication in spite of their increasing job tenure and 
enhanced income as well. They work because they are forced 
to work under two compelling forces which can be referred 
as internal forces that may include supervisory control 
and rules and regulations of the plant and secondly, 
external forces which include consumers' reactions and 
pressures over the employees, especially, on the management 
of the power generating plant. However, under these circum-
stances one continues working and employees' identification 
remains uninfluenced. 
It is also plausible to see the influence of job 
tenure and income with the two different facets namely, 
importance attached to work (lATW), and satisfaction of 
needs through work (SNTW). Table 3.1 shows that both job 
tenure and income could not influence the two facets namely, 
lATW and SNTW significantly as correlation values were 
found to be quite low. Job tenure of the total sample is 
inversely related to lATW and SNTW as r = - .17 and 
r = - .18 respectively are very low and have been rendered 
(27) 
insignificant. Moreover, the relationship of income with 
lATW and SNTW has been found to be r = .12 and r = .14 
respectively/ which are statistically low and hence, failed 
to yield any significant relationship; 
Insignificant relationship of the two biographical 
variables (i.e.^job tenxire and income) with the two facets 
of work identification are being perceived to bear the 
same justification as has already been given in the procee-
ding paragraphs. 
Having discussed overall sample of the study, it seems 
necessary to discuss the relationship of job tenure and 
income with work identification for the different levels 
of engineers separately. The need for studying the relat-
ionship of the independent variables (i.e., job tenure, 
job level and income) with work identification for the 
different levels of engineers separately is for the reason 
that sometimes independent variables fail to yield any 
significant relationship with the dependent variable when 
the total sample is considered, but the positive relation-
ships are likely to be obtained when the sub-groups of the 
total sample are studied separately. Therefore, it seemed 
ll_'Di/3£QM 
(28) 
important to investigate, the influence of demographic 
variables from different perspectives. 
It is evident from the Table 3,2 that job tenure 
and income failed to bring about any significant relat-
ionship as values r = .3585 and r = ,2213 respectively 
are found to be insignificant even at .05 level for the 
sub-sample of executive engineers. The values of correl-
ation obtained are not very low since the sample is very 
small (N =10), a>c little more higher values of correlat-
ion were required for their significance. The pattern of 
result for the sample of executive engineers is not beyond 
one's expectations because ejqperience and money do not seem 
to be the great soxirce of their motivation, satisfaction 
and work identification as well but what looks inportant 
at that very higher level are autonomy' and self-actualizing' 
needs. Since the whole functioning of the power plant is 
of bureaucratic pattern, so, even the executive engineers 
do not find ample chance to fulfill their self-actualizing 
needs, as they are bound to function within the speci-
fied span of authority. For the reasons stated above, the 
sanple of executive engineers, probably, have a sense of 
(29) 
inadequate span of authority that restrict the fulfillment 
of self-actualizing needs too. Therefore, it may be 
visualised that for the sart5)le of executive engineers 
autonomy and self-actualizing needs are likely to be the 
major source of work identification rather than job tenure 
and income which have been foxind to yield significant 
relationship with work idenfication. 
Similarly/ job tenure and income have been correlated 
with the two facets of work identification separately. The 
values of 'r* ranging from .177 to .22 for both job tenure 
and income relationship with lATW and SNTW have been conf-
irmed to be insignificant. 
Table 3.2 
Relationship of demographic variables with WI and the two 
facets of WI Scale separately for the sample of Executive 
Engineer. 
Variables Correlat€»d Value of r Significance Level 
Job Tenure and WI 
Income Sc WI 
Job Tenure St lATW 
Job Tenure Sc SNTW 
Income Si lATW 
Income & SNTW 
.3585 
.2213 
.177 
.183 
.22 
.21 
NS 
NS 
NS 
N^ 
NS 
NS 
(30) 
It has been mentioned above that job tenure and income 
are not of much value for the sample under discussion and 
the reasons for it have already been explained. 
Table 3.3 depicts the relationship of demographic 
variables with work identification and the two facets of 
work identification scale for the sample of assistant 
engineers. The table shows the same trend of relationship 
as it was found in the case of executive engineers. 
Table 3.3 
Relationship of demographic variables with WI and the facets 
of WI scale for the sample of Assistant Engineer. 
Variables Correlated Value of r Significance Level 
Job Tenure & WI 
Income Tenure & WI 
Job Tenure & lATW 
Job Tenure & SNTW 
Income & lATW 
Income & SNTW 
.1638 
.1817 
.209 
.019 
- .21 
- .22 
NS 
NS 
NS 
NS 
NS 
NS 
(31) 
The obtained values r = .1638 and r = .1817 for job 
tenure and income respectively, have been found to t»e 
insignificant which show that the two demographic variables 
(Job tenure and income) are not related to work identific-
ation so far as the sample of assistant engineers is 
concerned. Insignificant relationship of job tenure and 
income with work identification can be attributed to the 
crucial position they occupy in the organizational hierar-
chy of the plant. It has been pointed out in chapter II that 
junior engineers in the plant work like mechanic and are 
basically responsible for the electricity generation output 
and assistant engineers play a supervisory role over them. 
Thus, assistant engineers remain all the time busy in 
facing various problems coming up from lower level as well 
as they are held responsible for any mistake committed 
during the process of the implementation of the various 
orders given by the top management through executive engineers. 
Assistant engineers are almost sandwitched. They are pressed 
by the executive engineers from the upper side and by the 
junior engineers from the lower side. Keeping in view the 
>f actS/ it must be realized that assistant engineers are 
entrusted with greater responsibility for developing and 
maintaining the work culture. Inspite of the fact that the 
(32) 
specific group of engineers under discussion,most of the 
time listen sweet and sour from both the sides which probably 
threatens the fulfillment of esteem needs,. In the organizat-
ional set up of Herduaganj Thermal Power Project,assistant 
engineers do not have a very pronounced position which make 
them highly dissatisfied so far as their status and respect 
within the plant are concerned though, they occupy a good 
status and are highly respected outside the organization. 
Therefore, for such psychological reasons job tenure and 
income obliterate to have their positive relationship with 
work identification. 
It can also be seen in Table 3.3 that job tenure is 
not significantly related to lATW and S^TW as their obtained 
correlation r = .209 and r = .019 respectively are insigni-
ficant. Moreover, income has also been found to elicit any 
significant relationship with lATW (r= - .21) and SNTW 
(r = -.22). The explanations given above under the context 
of Table 3.3 stand valid even for the insignificant effects 
of the two biographical variables on the two facets of work 
identification. 
It has already been mentioned earlier at several 
places that junior engineers are basically responsible for 
(33) 
generation output in the thermal power plant. And the 
majority of junior engineers do not posses basic 'Diploma 
in Engineering* qualification and are simply Matriculate 
or Intermediate. Initially,these employees held the position 
of operator and then by virtue of their experiences and 
skills they were promoted as junior engineers. In the present 
day situation only diploma holders (in engineering) are 
recruited for the post of junior engineers. The results in 
Table 3,4 show that job tenure and income of junior engineers 
do not yield any significant relationship with work identifi-
cation as values r = .2116 and r = .1209 are low and found 
to be statistically insignificant. 
Table 3.4 
Relationship of demographic variables with WI and the two 
facets of WI scale for the sample of Junior Engineers. 
Variables Correlated Value of r Significance Level 
Job Tenure & WI 
Income Sc WI 
Job Tenure & lATW 
Job Tenure & SNTW 
Income U lATW 
Income & SNTW 
2116 
1209 
38 
21 
12 
14 
NS 
NS 
Sig. 
NS 
. NS 
NS 
-
at .01 
(34) 
The significant effects of the two demographic 
variables on work identification seem to be logical because 
for them other factors like life security are more important 
which do not allow them to develop identification with their 
work. It is presumed that since junior engineers work for 
generation output so, their life is always at stake as the 
job is quite risky. While oh the job^they always remain 
very much cautious about their own lives oecause they know 
that their even a minimum negligence may turn fatal for 
them. Such feeling of life insecurity is an intervening 
variable that probably does not aliow ,) to develop attra-
ction and identification with the job in which they are 
involved . 
The Table 3.4 also bears the values showing the relat-
ionship of job tenure and income with two facets of work 
identification. Only job tenure with lATW has been found 
to be significant at .01 level. Whereas, job tenure with 
SNTW and income with both the facets of work identification 
have been found statistically unrelated to each other. > 
Why job tenure is significantly related to lATW Can 
be attributed to the fact that the majority of junior 
engineers are promoted^without having proper degree or 
(35) 
diploma, from the position of operators to the post of junior 
engineers only by virtue of their experiences and skills as 
well. This is probably the most significant and positive aspect 
of the job life of junior engineers which help them to establ... 
ish a close relationship between job tenure and lATW. It can 
also be visualised that an operator works hard because he 
anticipates that his expertise in the present job may give 
him promotion if he serves the organization for a fair period 
of time. Therefore, job tenure is found to be positively related 
to lATW. 
In the very beginning of this chapter it was emphasised 
that job level influence on work identification and on its two 
different facets as well, will be discussed later on because 
of some constraints. It was initially planned that the three 
groups of engineers will be undertaken separately and having 
them discussed, job level influence in relation to work identi-
fication will be taken up for result and discussion. Hence, the 
result and discussion with regard to the influence of job level 
difference on WI will follow. 
Table 3.5 shows the significance of job level difference 
on work identification and it depicts that job level does 
not influence work identification as K-S values 3.24, 4.67 
and 1.32 for the different combinations i.e. EE Sc AE; EE &<. JE 
and AE & JE respectively are found to be insignificant 
Table 3.5 
Job level influence on WI 
(36) 
(Job Levels Compared K-S value Significance Level 
£E & AE 
£E Sc J£ 
A£ & J£ 
3 ,24 
4 . 6 7 
1.32 
NS 
NS 
NS 
even at .05 level. The result indicates that engineers at 
all levels lack in some of their need fulfillments. It has 
been pointed out earlier that executive engineers lack in 
the fulfillment of their autonomy*and'self-actualizing' 
needs, esteem needs of assistant engineers are thwarted 
and junior engineer develop a strong concern for their need 
for survival. Because of these reasons , job level obliterate 
to bring about any significance of difference for work 
identification. Hence, the hypothesis (H_) concerning the 
relationship of job level with WI is rejected.^ 
The influence of job-level has also been determined 
in relation to the two facets of Wl-Scale. Table 3.6 carries 
the results obtained to depict the influence of job level 
(37) 
on lATW facet. K-S values ranging from 0.58 to 2.48 are 
statistically highly insignificant. 
Table 3.6 
Job level influence on lATW-facet of WI Scale. 
Job Levels Compared K-S value Significance Level 
£E & A£ 
£E & JE 
AE &t JE 
This shows that the different three levels of engineers 
do not differ with regard to the importance they attach to 
work. In support of the insignificant influence of job level 
the same above stated explanation stands valid that has 
been given in the context pf Table 3,5. 
Another facet of Wl-scale, i.e. SNTW seems to be 
important as it is found to be influenced by job level 
difference between assistant engineers and junior engineers. 
1.53 
2.48 
0.58 
NS 
NS 
NS 
(38) 
Table 3.7" 
Job level influence on SNTW-facet of Wl-Scale 
Job Levels Compared K-S value Significance Level 
££ Sc A£ 1.53 NS 
EE & JE 3.07 NS 
AE & JE 6.69 Sig. at .05 
Table 3.7 shows that when executive engineers were 
compared with assistant and junior engineers then K-S values 
1.53 and 3,07 were found to be insignificant on SNTW facet 
but when assistant engineers were compared with junior engineers 
then K-S value 6,69 is found to be significant at .05 level. 
The obtained result shows that AE & JE differ on SNTW-facet 
of work identification. The difference between AE 6c JE in their 
need satisfaction through worX (SNTW) may be because of the 
reason that majority of assistant engineers are younger to 
junior engineers which provide the sense of superiority among 
assistant engineers in terms of hierarchy and economic gains, 
so# they are more likely to satisfy their psychological needs, 
hence, the difference is obtained. 
C O N C L U S I O N S A N D S U G G E S T I O N S 
CHAPTER -IV 
CONCLUSIONS AND SUGGESTIONS 
The results of this study and their interpretation 
have been discussed in the preceeding chapter. The purpose 
of the present chapter is to highlight the conclusions 
drawn from the study. 
It has been obtained from the study that job tenure 
and income do not have facilitating influence on work 
identification of the total sample of engineers and of 
its different levels separately. It has been found inter-
esting with regard to the influence of job level that when 
the two extreme groups of engineers (i.e,/ executive engineer 
and junior engineer).were compared then no significant 
difference is obtained on WI and on its two facets separ-
ately, but assistant engineers have been found differing 
from junior engineers on SNTW-facet only. 
In the light of the outcome of this investigation 
it may be concluded that except one hypothesis (HQ) that 
•job level is significantly related to SNTW*, all the 
other hypotheses have been rejected. 
Moreover, some probabilities have also been visualized 
that obliterated the significant relationship of biographical 
(40) 
variableswith WI and its two facets. It is imperative to 
mention here that executive engineers would have been 
lacking in the fulfillment of their 'autonomy' and 'self-
actualizing' needs which are presumed to be the greater 
source of work identification. Assistant engineers probably, 
lack in 'esteem needs' and junior engineers probably, have 
a greater sense of life insecurity, so, they lack in 
•security need' which weakens their need for survival. 
Keeping in view the conclusions drattn, it may be 
suggested that future researches must include the proba-
bilities outcome of this study to verify their real 
importance which may help in proper restructuring of the 
organization and to improve productive efficiency of the 
organization at all levels. 
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(50) 
APPENDIX ^ I 
WORK IDENTIFICATION SCALE 
Please read carefully each and evej-y question/statement 
below. Against each statement you have been provided a 
parentheses in which you have to give your responses according 
to the degree of your agreement/disagreement. Assign 5 to the 
statement with which you are 'highly agreed' and 1 to the 
statement with which you are 'highly disagreed'. And accord-
ingly you may assign 4,3 or 2, to the statements with which 
you are 'agreed, 'neither agreed nor disagreed' or 'disagreed' 
respectively. 
1. I twould always cherish what I am doing. 
2. Real pleasure, if there la anything like 
it comes only through my worX. 
3. My work can get me the recognition I want. 
4. Most of my important needs can be satisfied 
through my work. 
5. I have tremendous attraction for ray work. 
6. I feel I am a person who has got the most 
appropriate work for himself to do. 
7. I attach utmost importance to my work. 
B, My work is the most pleasant thing for me 
in the world 
9. I feel that my life is on the right track 
in this work. 
(51) 
10. My work and I are the right match. ( ) 
11. What I am is not different from my work, ( ) 
12. I can achieve the things that I consider 
important in my life through my work. ( ) 
(52) 
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